Approved For Release 2002/05/20 : CIA-RDP80-01826R0004001 00039-9 



e ONl I DCNT1AL 




5> February 1952 

*DOE Review Completed* 


MEMORANDUM TO* General Counsel 

FROM* Assistant Director (Personnel) 

SUBJECT* Proposed. Legislative Exemption for CIA from the Performance 

Rating Act of 1950 


1* This will confirm the agreement reached in the meeting of the 
Career Service Committee on U February on the above subject* 

2* The General Counsel and the Acting Personnel Director will discuss 
with the Civil Service Consul a gion the establishment of administrative pro- 
cedures by mans of which CIA can comply in a completely secure way t/ith the 
provisions of P* L* 873* "The Performance Rating Act of 1950." The good 
offices of the Bureau of the Budget will be used as appropriate as you 
suggested yesterday. The Civil Service Commission should be asked to 
satisfy in all respects the security requirements of CIA and to give 
written undertakings to this effect, 

3* Should the Commission not be able to provide the necessary waivers 
with respect to security, it is understood that the Bureau of the Budget 
will support CIA’s request to the Congress for legislative exemption from 
the Act, 

lu It was agreed by the Committee that any proposed form or forms 
that might be used by CIA would not enter into the discussion at this stage 
since a*) exemption hinges on our security requirements and b.) no final 
decision has been reached on a form or forms to be used by CIA, 


V 


F. TRUBEE DAVISON 


cc» Members of the Career Service Committee 
Acting Personnel Director 
Security Officer 
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Preface 

We have examined carefully the Federal Em- 
ployee Personnel Policy which has been in effect, 
and have reviewed suggestions for its modifica- 
tion. Few changes have been suggested as a 
result of the experiences of the organization 
during the past three years, and we have found 
only minor points to suggest for revision. 

It is the kind of personnel policy with which 
we fully agree. We believe that it contains the 
principles which must be put into practice if 
our management is to meet the test. We want 
these principles to be applied with increasing 
skill by all of us in the AEG at all levels of 
management throughout the critical days ahead. 

Atomic Energy Commission 
November, 1950 
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Foreword 


The people of the United States, through the Congress, 
have entrusted to the Atomic Energy Commission the vital 
and urgent task of developing ai^d utilizing atomic energy 
for the purpose of “improving thd public welfare, increasing 
the standard of living, strength'eQjng free competition in 
private enterprise, and promoting wbtr^d. peace.*' During 
the past several months it has become 1 ipcreasingly clear 
that the growing defense effort of the. nation is expanding 
the manpower needs of the nation and thereby placing 
greater emphasis than ever on the importance of accomplish- 
ing the most with as few people as possible. We believe 
that the successful application at all levels of management 
of the principles contained in this personnel policy will go 
far toward assuring that the AEC successfully recruits, re- 
tains, and utilizes the personnel needed as manpower be- 
comes more scarce. The carrying forward of this mission 
is subject at all times to the paramount objective of 
assuring the common defense and security.” The achieve- 
ment of these objectives requires a high order of skill, 
ingenuity, patience, loyalty, and perseverance in meeting 
and resolving many new and complex problems. 

All of us serving in this task should be proud to be able 
to contribute so directly to the welfare of the nation. 
Every job is a vital part of our over-all program. Our 
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objectives cannot be met unless each individual employee, 
whatever his duties or responsibilities, is pulling his full 
weight. Whatever his particular assignment, every em- 
ployee of the Atomic Energy Commission can derive special 
satisfaction and inspiration from the knowledge that he 
works in a unique enterprise of great importance to the 
! national well being. 

j * 

J The Atomic Energy Act requires the Commission to 

j assure itself that the character, associations, and loyalty of 

i workers in atomic energy is of a high order. Conduct and 

self-discipline, both on and off the job, must measure up to 
j unusual standards. The exchange of information and the 

i handling of equipment, materials, and documents must be 

\ precise and within established procedures. In short, many 

phases of the daily job that are “ordinary”, in most organ- 
I izations become “extraordinary’ ' in the Atomic Energy 

Commission. 

Rapid progress in scientific achievement is the most vital 
factor in “assuring the common defense and security.” 
Such progress and the forward movement of our own 
! responsibility necessitates a work environment in which 

each of us has an opportunity to put forth his best effort at 
I the work for which he is best fitted. In developing such 

] an environment it is essential that selection of employees, 

] work assignments, and promotions are on the basis of merit 

j and productivity. Political affiliation, family or other 

personal relationships or other extraneous criteria cannot 
J be given consideration except as necessitated by security 

requirements. An essential factor in maintaining an en- 
]• vironment that encourages each employee to work enthu- 

siastically and willingly to the best of his ability is an 
l organization which encourages and recognizes initiative in 

taking the right action promptly and improving the way 
5 in which things are done. 

vi 
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The basic personnel policies which are set forth here 
constitute the broad framework within which our manage- 
ment job will be performed. In their application due con- 
sideration will be given to the requirements of national 
security, but secrecy* ’ must not be allowed to become a 
cover for bad management practice. 


The policies have been formulated through the partic- 
ipation of the employees and staff officials throughout the 
organization; giving reflection to their views and indicating 
acceptance of the underlying principles involved. A sound 
basis has been thereby provided fo^ the kind of personnel 
job that is essential to the effective and economical accom- 
plishment of the work goals of the^ency. 

\ 
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| Organization, Supervision and 

Communication 

The General Manager and all other employees who 
direct the work of others will assure that those under their 
- supervision know their jobs, to whom each is responsible, 

the authority that goes with their jobs, the relationships 
; of their jobs to other jobs in the organization, and the 

!* channels of communication. Each major geographical area 

will so organize its activities as to provide continuing 
leadership, guidance, and assistance „to supervisors and em- 
| ployees in achieving proper applicatio^of the principles 

set forth in this policy- ■ . 

| ' 

The structure of the organization will be the result of 
| careful planning designed, to meet specific program needs, 

i and to permit independent action to be taken within the 

limitations of established policies and the minimum of 
] uniform standards and procedures essential for effective 

j operation. The desirability for freedom and informality 

I in staff communications and working relationships at and 

between all organizational levels is emphasized; always 
recognizing, however, the single line of authority necessary 
✓ “ in taking official action. 

! The Commission feels strongly that certain sound orga- 

nization practices such as the following are too often for- 
| gotten and therefore they are set forth below as part of 

| this policy. 

!. 

1. Assignment of responsibility will carry with it com- 
i mensurate delegation of authority. 

I 2. Any change in duties and responsibilities of a position 

or a group of positions will be preceded by a definite under- 
standing on the part of all concerned. 

i 

| 1 
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3. An employee will not be required to report directly 
to more than one supervisor. 

4. Instructions and directions relating to work assign- 
ments will be communicated to him, only through, or with 
the agreement of, the immediate supervisor. 

I 5. Changes in an employee’s work assignment or em- 

ployment status will be communicated to him, after proper 
approvals, only by his immediate supervisor. 


Employee Participation 

The widest practicable opportunity will be afforded to 
employees for consultation and explanation in the formula- 
tion and development of policies affecting their employment 
status, working conditions, and productivity. This oppor- 
tunity will be effected through positive encouragement of 
a free exchange between supervisory and supervised em- 
ployees of points of view and ideas in their daily work 
together and in regular departmental staff meetings, super- 
visory conferences, conferences of management and em- 
ployee representatives, and other effective means. 

Employees are urged to avail themselves of these oppor- 
tunities for participation. Employees have the right to 
join or refrain from joining employees’ organizations of 
their own choosing without coercion or fear of discrimina- 
tion. This right, of course, must be exercised in a manner 
which is consistent with applicable law and the security 
responsibilities of the Commission. 

It is recognized that employee organizations can make a 
positive contribution in furthering the atomic energy 
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program. Accordingly, the participation of employee 
organisations in the program is welcomed. The promotion 
of sound employee-management relations is a mutual con- 
! cern and benefits employees and the Commission alike. 

I ' 

Performance Review 

■ ? 

Formal periodic review of the performance and capabil- 
ities of employees will be made .against realistic and under- 
stood performance standards to determine any merited 
recognition, need for their further development, or change 
in job status. Each supervisor will record and use current 
information on the experience, qualifications, and perform- 
ance of each individual under his direction ^as a basis of 
■ planning for the training and further development of such 

j employees or other appropriate personnel action. Each 

( supervisor will discuss any evaluation and the basis for it 

| with the employee affected to develop mutual under- 

standing. 

I 

j 

Training 

i Consistent with definite needs which arise or are antic- 

ipated , employees will be provided with opportunity to 
( improve their knowledges, skills, or attitudes in order to 

enable them to perform the tasks assigned to them in the 
\ best known ways and to prepare for advancement. This 

j will include programs for orientation and induction before 

assignment of work, training on the job, upgrading and 
understudy programs, and training in supervision and 
; management practices. 

i : 3 
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N on-Discrimination 


There will be no discrimination against an employee 
because of race, color, sex, religion, physical handicap, or 
national origin. 


Employment 


The far-reaching significance and scope of the atomic 
energy program requires high standards of employment 
which will attract and maintain an adequate organization 
of capable and well-qualified people. 

Accordingly: :• 

1. Adequate sources from which employees may be 
recruited will be developed and maintained. 

2. Each job will be filled on a merit basis by selecting 
the available individual best qualified in terms of the care- 
fully determined requirements of the particular position 
and in accordance with the Veterans’ Preference Act of 1944, 
as amended. 

3. Opportunity for transfer and promotion will be pro- 
vided in order to make full use of demonstrated skills and 
abilities. Therefore, well-qualified employees will be 
given first consideration in filling vacancies. 

4. The appointment or promotion of individuals or other 
personnel actions will be made without consideration of 
political affiliation. 
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Separations 

When it is necessary to reduce employment, the selection 
of employees for retention within an appropriate geograph- 
ical area will be on the basis of relative qualifications for 
the work remaining to be done, and in accordance with the 
requirements of the Veterans 5 Preference Act of 1944, as 
amended, including veteran status, and length of Federal 
service. Reasonable notice will be given to employees 
whose services are to be terminated and their availability 
will be made known to other AEC offices. Employees 
notified of their planned separation shall have an oppor- 
tunity to appeal such determination . 

1 * 

An employee will be demoted (^discharged for cause 
only after he has. been given (1) a statement of the reasons 
for the proposed action, (2) an opportunity to reply, and 
(3) an opportunity to appeal any determination to dismiss. 
An employee may be put in suspension status without pay 
pending final determination. 


Grievances 

Supervisory and supervised employees have an obligation 
to make every effort to resolve employment relations 
problems as they arise. Failing prompt and satisfactory 
adjustment of any grievance, including those relating to 
separation, appeal may be made by employees at any work 
level to higher authority. Employees may designate repre- 
sentatives of their own choosing to assist them in presen- 
tation of grievances. In presenting grievances employees 
will be free from any interference, restraint, or reprisal. 
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Safety and Health 

Each supervisor will take the initiative in the establish- 
ment and maintenance of safe and healthful practices and 
work places for every employee under his supervision, and 
in assuring that the manner of performance of all operations 
will minimize personal injury and disease and damage to 
equipment, materials, and property. Safety is an integral 
part of each job, and each employee is responsible for the 
safety phase of his work just as much as he is for any 
other phase. 

Salaries and Wages 

♦ 

Salaries and wages shall be administered so as to com- 
pensate employees equitably with due regard to the relative 
value of the positions, to provide for increases in pay on 
the same job after reasonable periods of satisfactory service, 
and to provide for recognition by increases in pay for espe- 
cially meritorious services. 

Determination of the relative value or grade of positions 
will be based upon systematic analysis of the differences in 
the requirements of the positions and upon comparison 
with approved standards. 

Salaries for positions, except those noted below will be 
established in line with the pay scales of the Classification 
Act of 1949, in accordance with the requirements of the 
Appropriation Act for the current fiscal year. 

Wages for laborer and mechanic positions will be estab- 
lished after consideration of rates paid for similar work by 
other government and private employers in the appropriate 
geographical area. 
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Certain scientific and technical positions which the 
Commission finds must be exempted from the salary scales 
of the Classification Act of 1949, will receive salaries which 
are arrived at after consideration of the rates paid for 
similar work by other government and private organiza- 
tions. 

The method by which the rate of pay for his job is 
determined will be explained to each employee. 


Benefit Plans 


• ■ V 

Employees will be granted the same benefit£iwith respect 
to leave, workmen's compensation, holidays, &nd retire- 
ment as are granted to other Federal employees. Informa- 
tion on the details of these plans will be given to employees. 


■ Conclusion 

✓ # The Atomic Energy Commission looks forward to the 

I application of this policy; first, through the wholehearted 

and effective execution of the principles of sound employee 
j relations by the Commission members, the General Man- 

| ager, and all the employees who direct the work of others; 

second, through the wholehearted acceptance by all em- 
ployees of the obligations that attach to their employment 
in the atomic energy program; third, through the develop- 
; ment of effective employee-management cooperation. 

Application of the principles underlying this policy must 
be an integral part of the daily activities of supervisors at 

7 


Approved For Release 2002/05/20 : CIA-RDP80-01826R0004001 00039-9 



Approved For Release! 


2002/05/20 : CIA-RD|i>80-01826Fi0004001 00039-9 



1 


j 

i 


all levels and of all other employees. The General Man- 
ager, aided by the Director of Organization and Personnel, 
will take such action as is appropriate to implement the 
policy, to evaluate the adequacy with which the policy 
meets current program needs, and to assure performance in 
accord with the policy. 

Many of the principles have been implemented through 
the development of more detailed policies and procedures. 
As additional experience is gained with the policy and 
principles and as the continuous task of implementing them 
goes forward, it is expected that employees will continue 
to make known their views. 

t 

Atomic Energy Commission 
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SECURITY 


31 January VF& 

wm&mmm TO* Chairman, Career Service Committee 

fsm : Chairman', Working Group on Selection Criteria 

SUBJECT * Final report of progress 

1. InoSABt to tia walgawtion of th* Working Oro«P» on feployne Rating 
and Selection Criteria, the latter mat an 25 January 1952 to produce a final 
?UU^t of unoo^Oetad toto. It la rew^wrfed 

of this paper, be considered for assignment to tbs new forking orou. 

2, uncompleted teaks are* 

a. To reooawnd to the Career Service Coandttee the wohonioB of 
selection elthln the -De^lopmont Frcgrea-, lncla^ng MlecU.cn 
oat. This recommendation to cover, among other things t 

(1) Esfinemcnt of the paper ( "Centralisation of 

for Participation in the Career Service Progrm dated 
12 T V*d»«iKrv>» 12?l) to state In more detail the dames 

res^nsibiliti os of the several Boards, organi^txon 
and procedures of the Boards, and the mechanics by mieh 
the Boards ■will exercise their responsibilities* 

(2) C o l l aboration trith General Counsel to produce a form 
for the employee's Personnel Pile conts.m mgt 

(a) Declaration of intent by the employee* 

(b) Certification of proven service by the £kfic£? 

Career Service Board (»). 

(c) Concurrence by BeS* 

(d) Approval by CIA Career Service Board, When appropriate* 

b. To mesmtd to the Career Service Connittee the means of activation 
of the Career Service Program* 

3 . On the understanding that this complete® the business of the Working 
Group on Selection Criteria, I declare the group dissolved. 


cc* Members c^ttsT' Career Service Committee 


- — — — ~ 

Messers of the Working Group on Selection Criteria 
Chairman, Working Group on Personnel Development Program 
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30 January 1952 


MEMORANDUM FOR THE CHAIR-1 AN, CIA CAREER SERVICE COMMITTEE 
SUBJECT: Report of the Working Croup on Rotation 


lo We transmit herewith the report of your Working 
Croup on Rotation in accordance with the directive of the 
Career Service Committee dated 15 October, as amended and 
supplemented by subsequent actions 0 

2, The Working Group believes that its recommenda- 
tions can be implemented immediately and concurrently 
with or independently of such recommendations as the 
Committee may adopt as a result of the proposals of the 
other working groups e We would point out, however, that 

a piecemeal presentation of various aspects of the overall 
career service program would fail to make the impact on CIA 
personnel which an omnibus presentation could achieve. 

3. This Group stands ready to elaborate any aspects 
of the program outlined here generally. 

FOR THE WORKING GROUP ON ROTATION: 


25X1 A9A 

Chairman 
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SECURITY INFORMATION 


CENTRAL INTELLIGENCE AGENCY 
CAREER SERVICE (HMOTEE 


Repoyfc of the JfacMag Group on 
ROTATION 


30 January 1952 
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REPORT OF THE WORKING GROUP ON ROTATION 
PROBLEM 

To recommend to the Career Service Committee a policy 
regarding intra-Offica rotation, interoffice rotation and 
extraOIA rotation; to recommend policies and procedures 
regarding rotation between overt and covert offices and 
between domestic and overseas duty; to recommend the degree 
to which the several types of rotation should be centralized 
or decentralized within CIA.; to recommend procedures by which 
the several types of rotation should be administered, scheduled 
and controlled In order to advance the development of the 
individual and contribute the greatest benefit to CIA and to 
its component offices » 
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II 0 DEFT TUITIONS 


1© Rotation 

The process of systematic designation and redesignation 
of an individual to various kinds of duty and training for the 
purpose of improving his capacity to serve the Agency o 

2© Transfer 

The process of removing an individual from the rolls of one 
office and his concurrent addition to the rolls of another Office 
This process is independent of the process of rotation though it 
may be a consequence thereof o 

3° Exchange 

The process of rotating an individual by placing him 
temporarily under the operational control of another office 
in return for another individual similarly attachedo 

Uo Loan 

The process of rotating an individual by placing him 
temporarily under the operational control of another office 
without reciprocity, or of attaching him temporarily to an 
activity not a part of CIA© 

So Sponsoring Office 

The administrative unit of CIA on whose roils the rotatee 
is carried and under whose administrative control the rotatee 
remains irrespective of where attached© 

6® Receiving Office 

The administrative unit to which the rotatee is attached 
and under whose operational control the rotatee remains until 
he is returned to the Sponsoring Office© 


smammmtm 
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IIId objectives of rotation 



(a) A more effective and more economical utilization of the 
Agency 8 s manpower 0 

(b) A method of improving the selection and broadening the 
experience of individuals to serve in key positions o 

(c) The cultivation of an esprit de corps based primarily 
on the reward for merit principle o 



(a) Assisting him to do his present job more effectively by* ' 

(1) Increasing his knowledge in his field© 

(2) Providing him with new skills* techniques and methods 
of performance o 

(3) Improving his ability to plan his work and to direct 
and supervise others in it© 

(U) Increasing his understanding of the necessary relationships 
of his job to those of collateral and higher echelons of the 
Agency® 

(b) Preparing him to undertake jobs of increasingly greater 
responsibility commensurate with his growth potential by* 

(1) Broadening his understanding of the objectives of the 
Age my and its mission© 

(2) Intensifying the development of his planning* 

managerial and supervisory skills 0 . 

(c) Providing him more opportunity to find the field in 
which he does besto 

(d) Removing him from a "rut"© 
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IV. STATEMENT OF PRINCIPLES GOVERNING ROTATION 

lo Personnel Covered 

In general, any individual who has been in the employ or _ 
the Agency for a period of not less than two years a,s e E ‘ 
rotation*? 

2 Positions covered 

disregarded a? covered by these principles*, These inc1 ^® ?^ Ut,1VQ * 
operational, intelligence, administrative and training Dositiona, 
either in the field or at headquarters, within the Agency or with 
other public or private agencies or institutions. 

3o Job Groups Covered 

The classes of individuals covered are inclusive rather than 

The professional or technical activity of a given class 

members, of such a class will rotate*, 

Uo Normal Duration of Tour of_Duj£ 

Each individual rotation period may vary but uUJ. not be le« 

gs Wwsss • 

IS WhUe assignment to a field poaition overaeaa my 

well run 2i* - 30 months c 


Degree of Compulsioft to Rotate 


As a matter of principle, acceptance of a rotation assignment 

&S 32 T 2 tojver. 

325,2 ri^jsasrws 

in such cases shall bo final. 

6. Administrative Control 

The rotates will remain on the rolls of the sponsoring office 
and under its administrative control for promotion and transfer 

purpose© 
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7© Operational Control 

The rotates will bo under the operational control of the 
receiving office for the duration of his tour of duty with that 
office during which period evaluation reports will be prepared 
by the receiving office© 

Effect of Grade Differential between Jobs from and to Which 
an individual is tioiated — 

Assignments given to individuals being rotated shall be generally 
commensurate with their abilities keeping in mind the purpose of 
making the specific assignment© "Open" slots will be allocated to offices 
to maintain flexibility in negotiating rotation© 


9° Changes in Grade 


Promotions and other changes in grade shall remain under the 
control of the sponsoring office© The eligibility of the individual 
for promotion shall not be prejudiced or overlooked by reason of his 
status as a rotates 



It is premature at this time to formulate a policy covering th® 
duration in years during which period the individual is subject to 
rotation policies, or to attempt to prescribe an arbitrary age limit 
after which rotation policies will not be applied© 


11© Settlement 


Divergence of views between offices or between an individual 
and his ^ffice/Career Service Board which cannot be satisfactorily 
resolved between the parties shall be referred in the first instance to 
the Secretariat which will review the case and forward its recommendation 
to the concerned /Qffi cp 7 Car er Service Board (s) 0 In tha event the 
recommendation of the Secretariat is not accepted, the case shall be 
referred to the CIA Career Service Board for final disposition©' 


12© Policy Governing Rotation within an Office © 

Intra°Office rotation policy shall be set by the /Uffie®/ Career 
Service Board within th® frame-work of policies prescribed by the CIA Career 
Service Board© . 


13 o Policy Governing Rotation between Offices 

Within the framework of policies prescribed by the CIA Career Service 
Board inter-office rotation will be based largely on a series of bi-lateral 
agreements between offices which agreements will, set forth in each case 
the person being rotated, the expected duration of his assignment and 
any other pertinent facts© 
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V. OUTLINE mOCEDURE 


1. CIA Career Serylce^gard 

Deputy Director of Central Intelligence , Chairman 

Deputy Director/Plans 

Deputy Director/Ihtelligence 

Deputy Director/Administration 

Assistant Director (Personnel) in his capacity as head 
of the Secretariat and the Director of Training in his capacity 
as deputy head of the Secretariat will be non-voting members of 
this Board. 

(b) Functions 

(1) Oversee the CIA Rotation Program. 

(2) Arbitrate Office Board impasses. 

(3) Endorse or reject Office Board rotation recommendations. 

(4) Quarterly make final, binding decision on rotation 
appointments. 

(5) Levy requirements on Office Board for rotatees to 
prepare them to fill key Agency positions. 

2. Office Career Service Board 
(a) Composition 

Assistant Director (or Staff Chief), or his Deputy, and 
at least two members of his Office designated by him. 

(1) Sponsor, develop, and execute an intra-office rotation 
system and report on it periodically to the CIA Board via the 
Secretariat. 

(2) Sponsor, develop, and execute an extra-office rotation 
system. 

(3) Submit rotation recommendations for extra-office appoint 
ment to the Secretariat In accord xdth Annex "A'' 
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(4) Review circular announcement of recommendations 
and negotiate with other Office Boards to effect agreement 
on rotation appointments. 

(5) Interview if necessary prospective rotatees. 

(6) Report concurrence or rejection to the Secretariat. 

(7) Execute the decisions of the CIA Board. 

(8) Submit semi-annual evaluation report on each 
rotation appointee from another Board 5 recommend promotion, 
cancellation or continuance of appointment. 

(9) Ensure that the rotatee is not overlooked for 
warranted promotion. 

(10) Ensure that work of rotatees received is productive 
and commensurate with the purpose of the appointment. 

3. Secretariat of the CIA Career Service Board 

(a) Composition 

As appropriate to its task. The Assistant Director 
(Personnel) will be head of the Secretariat. The deputy- 
head will be the Director of Training. 

(b) Functions 

(1) Perform all administrative functions for the CIA 
Career Service Board. These include* 

a. The maintenance of master files on a 
current basis of all rotation nominations 
and appointments. 

b. Hie allocation of rotation appointment 
slots to Office Boards. 

c. The submission of unresolved inter-office 
Board problems to the CIA Board for decision. 

(2) Rotation Recommendations 

a. Assist Office Boards in formulating rotation 
reoommendat ions . 
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b. Verify qualifications submitted with each 
recomraendat ion . 

c. Issue circular announcement to Office Boards 
listing approved rotation nominations. (The 
list will contain full data on the individual 
plus the rotation appointment recommendation 
of the sponsoring Board.) 

d. Transmit recommendations to CIA Board for 
approval, and prepare agenda for its meetings. 

(c) Rotation hrv Egfthnnga 

(1) The exchange procedure authorizes Office Boards 
to recommend the "swapping" of rotation approved candidates. 
Ibis will be used when the two positions in question ore of 
corresponding responsibility. Respective grades of the posi- 
tion or incumbents need not be exactly the same. 

(2) The sponsoring Office Board will pay the rotates 
from home office funds at his home office grade. 

(3) The receiving Office Board will outline to the 
rotatee the responsibilities of the new position. 

(4) Exchange appointments will last for a minimum 
period of six months. 

(5) Rotatee s will be under the operational control 
supervision of the receiving Office Board. 

(d) Rotation by Loan 

(1) The Loan procedure authorizes Office Boards to 
recommend the temporary assignment of rotation approved 
candidates to another Office or to outside activities for 
the purpose of broadening an individual’s knowledge of his 
field. 

(2) The sponsoring Office Board will pay the appointee 
from home office funds at his home office grade. Rotation 
slots, allocated by quota outlined in Annex "A$f will be 
available to each Office Board. These slots will bo allotted 
by the CIA Board and will be "open" positions to accommodate 
any grade. 
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(3) The receiving Office Board will outline to the 
SSS®* risibilities of his new assignment. The 

thSS^ not t? l0an " +Z t ? 6 receiving ^ice and will 
S J tie up authorized T/0 positions. He will 

be assigned to a logical unit in the receiving Office's 
organizational structure. ^ XIlce 8 

of ote 4 mo>rth“ appototmants “ U1 for a miaimm pOTiod 

of toe operational -®«a 
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COPT 


25X1 A9A 
25X1 A9A 


tIMB* 


PRi?sfSEiI5P 5 


sEsscaMDUM of co wm$mm 


Wednesday, 3 October* 10;Q0 to 10*30 A*M* 
Room n£ Horth Building 


and|_ 


J 


"bid Messrs* 


HelooR* 


WBPOfat* To determins the present of CX ft with 373 

Civil Service Commission In connection with Public uat 

"Performance Eating Act of 19$0" 


25X1 A9A 


i _ Messrs. I I mid Meloon reviewed the steps that had been 

token in Hammier of »S0 to 

mrnptim frets the application of the Act. It could manjm 
d*t@jSnalio» had boen made that swaption from this les'lslatioa 
wa7St renSred and It was believed that the Cirf.l S«vSce Oowission 
■womid on vmtmw i, accord CIA exemption admlnistratdirely* It now 
ap^rs tlJttbe Coaralseion is not wpowred to nate the 
that CIA requires* and the Commission has so advise'! ciA orally* 

2. Tbs Act. which became effective 29 Decker 1950, require 
all agencies (@»©pt those exempted) to o«?sn to the 
of the Act* These Include, but are not limited to, the following * 

a. ) Emh agency Ml establish and use one «JjW» 
performance rating plans for evaluating work faarfbraance. 

b. ) Mo employee • • • .shall be given a perforasnse rat, ^. t 
regardless of the naa© given to such rating, jndne rating 
shall be used m a basis for any actlm «K«Pt «^er a 
performance rating plan approved by the Civil vmw 
Commission* 

e.) The Board of Review which handles appeals 

•will be headed by a chairman designated by the Civil Service 

Commission* 

d*) Bach appellant may designate hie representative to 
appear before the Board. 
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SECURITY INFORMATION 



% Tt wps mrrmd ter those prot-emt that a sdiolly lasatijfwstoiT 

«. KU*** *Uon *rfld * «— 

_ \ nr a throurh Its newly appointed Sepleyee Fating 
Working Group wald devise the *»”* P°*?*;| ** p erf ogaanoe 
raS^systen to aeot the needs of the Agency. 


h.) That at the earliest practical J Mn plan 

would he in stalled on an ^xperfeentaT 1 baals* 

e.) That CIA should renoeet tm the 

wi station aucesroting CIA from the provisions of this *c^* 

the Caress could not approve this 

legislation until *h®e of 1952* 

d.) CIA has not yet presented a 

of the Ctwdssion and is, therefore, in sou® 

technically delinquent. Should in^iry he . * . 

Ctfgd n wlen regarding ClA*s plan, th® J®^Iy 

that CIA is still e*cp©riswnting *JJb SSJhTto ask 
ZZl Buit its mralretaisnts end# further, interns to &m 

the provision* of U*e Act. 


25X1 A9A 
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j;cctiy 1NF0PMH0H CONFIDENT! 

31 January 1952 


excerpt fmu mihutss of 3rd career service cqwettes loaEnm 

8 October 1951 - lt*00 P*«* 


25X1A9A 

25X1 A9A 
25X1 A9A 


Present : 


AD/Persormel, C hate»m 


Matthew Baird - Director of Training 
Shaman Sent * DAD/SB 

f. C/DB/OSO 

I I - Executive Secretary 


25X1 A 


25X1 A9A 

25X1A 


Mr« l I Assistant General Counsel and Mr# Oeorge Meloon* 

Director of Berscnnol, attended the meeting to discuss the problem of 
loplcyee Ratings with respect to Public Law 873* * Performance 
Act of 1950*, “ 


inf 


They g ave a summary of the conference held on 3 October 
] office* The Coam&ttoe reaffirmed the tentative 


decisions taken at that conference (see attached UmQrmdm of Con- 
versation) and decided that the Deputy Director (Administration) would 


be informed of the as decisions and would be asked to approve a request 
by CIA to the Congress for exemption from the Act* 
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